Abstract. This paper summarized the research on the employees' work-family conflict then determined the employees from one-child family as the target group. Based on the research of the only-child generation employees work-family conflict and family-work conflict situation and influence factors, demonstrates the main factors in order to provide policy advice to businesses. Also through the specific analysis of gender groups explains the different influence factors of male and female only-child generation employees, thus provides clear conclusions and recommendations.
Introduction
Chinese government began to implement "one couple one child" family planning policy in 1980, this unprecedented policy of the Chinese community formed a large number of only child, which was called the "only-child generation". As the full implementation of "a couple can have two children" policy proposed in the fifth plenary session communique of the 18th Central Committee, thirty-five years of the one-child policy ended, which even more highlighted the specificity of this group. They grow up in China's economy high speed development stage, and they have no brothers and sisters, so they gain more love from elders in home. According to the result of Academy of Social Sciences population prediction experts through demographic data and computer simulation model estimated, the number of only children around the country was about 145 million in 2010. After entering the society, this group will have to solve such as marriage, childbirth, child rearing, support parents and other issue, so they might have more prominent work and family role conflict. So at present, how the conflict situation acts? What factors caused the conflict? Answer these questions will help us maintain the physical and mental health of the only-child generation employees and promote the accumulation of human resources in enterprises.
Literature Review
In the study of individual factors on work-family conflict, the researchers focus primarily on whether or not women's work-family conflict is higher than men. Higgins et al (1994) argue that the influence of the traditional social culture, it is generally believed that women bear the main responsibility for taking care of the family while men are the main breadwinners shall take the work role. Compared with foreign, domestic research started late on this issue. But there is a surge in 2006 which imply that this problem has a good research prospect. Yaoping Luo (2007) points out the antecedents of work-family conflict mainly include work and family stress and gender. Huafeng Wang et al. (2009) found that gender has an impact on work-family conflict, female employees experience work-family conflict much more than male employees and the conflict pressure is greater. So gender is the direct influence factor of work-family conflict, which is also the moderator of the individual's treatment to the role conflict.
As to the family influencing factors, Greenhaus et al. (1985) argue that individuals need to assume the role of family members, which requires the individual to meet the needs and expectations of the family. It also influences the individual to take the time and energy into the work role and even leads to conflict between two characters on behavior. Anderson The particular research on the only-child groups' work-family conflict is barely none. Only Haitao Sun and Hongfei Xing (2014) analyzed the work-family conflict situation of adult from only-child group in Nanjing and they concluded that this group has higher work-family conflict and lower family-work conflict than others.
Although there are many researches on employees' work-family conflict both domestic and foreign, researches on one-child group are almost blank. Therefore, this paper suggests the current situation of work-family conflict and the influencing factors, which based on the survey data sampled from only-child generation employees in Beijing.
Research Method

Research Method Design
In this paper, we use the way of questionnaire investigation, the questionnaire includes two parts. The first part is the demographic data of target samples. The second part includes six Likert scales questionnaire, managers' support questionnaire, career development questionnaire, work-family conflict questionnaire, family-work conflict questionnaire, job satisfaction questionnaire and stress questionnaire. The questionnaires of the project mainly translated from Anderson, Coffey & Byerly (2002) and revised many times. The dependent variable in this paper is the role conflict of only-child employees, the explanatory variable mainly includes the following parts:
Individual Characteristic Variables. Individual characteristic variables include the gender, age, education level and other projects of the only-child employees.
Organizational Characteristic Variables. Mainly includes the position type, the monthly income, the possibility of leaving, the frequency of working hours, the working hours of the week, the manager support, etc.. The questionnaire also added work pressure and work resources.
Family Characteristic Variables. This variable includes the marital status, whether husband and wife both have jobs, the number of children and elderly, household labor demand, etc. In the family-work questionnaire we added the family support as an explaining variable.
Social Characteristic Variables. This variable is mainly about the research of social support factors.
Cronbach Alpha of the six questionnaires are 0.83, 0.68, 0.87, 0.79, 0.80 and 0.89, which all reached the requirements of the surveying.
Data Collection and Sample
The sample of this research is positioning in one-child generation employees, so we distributed 280 questionnaires to employees from different industries through the internet. 233 questionnaires were recovered, of which 214 valid questionnaires, efficiency was 91.85%. There are 126 males and 88 females, 15.89% of them are under 25 years old, 64.02% of them are 25 to 35 years old and others are over 35 years old. Also, 151 people have already married, accounting for 70.56%.
Data Analysis Influence Factors of Work-Family Conflict
In this part, individual factors, organizational factors, family factors and social factors are independent variables at the mean time work-family conflict scale scores are dependent variable. The following results were obtained by using the method of stepwise regression analysis. Table 1 is the result of the full sample regression analysis, from table 1, the impact of only-child generation of work -family conflict should be organizational factors especially career development prospects, job satisfaction and job stress. Also, family factors are important factors to work-family conflict, for example, the most obvious factor is whether both sides of husband and wife are working. It is easy to understand that the work-family conflict of a member from dual earner families is much less than single family workers. Then we carried out two regression analysis on male and female. The result are different from the full sample coefficient. Male employees pay more attention to family factors, which are also the main influence factors of their work-family conflict, especially the marital status and whether or not dual earner families. So the situation of male' work-family conflict changes a lot after getting married. In addition, organizational factors such as manager support is another notable impact on male only-child generation employees.
Family factors and organizational factors also influence the work-family conflict of female only-child generation employees according to the result of regression analysis. But unlike male only-child generation staff, the impact on female only-child generation staff is negative, which means that when women get married the work-family conflict of them decrease. There is a traditional thinking in China that husband should take more responsibility on supporting family, which is obviously the result shows. In addition, in the influence factors of female employees, the personal factors of age also has a significant impact than male employees. Only for female only-child generation staff, the work-family conflict is growing with the increasing of age.
Influence Factors of Family-Work Conflict
As same as the previous part, we also put the family-work conflict to the regression analysis of the various factors. In the full sample analysis, organizational factors is still the most obvious influencing factors, especially children, monthly income, overtime frequency and working pressure. The special point is that with the increase of the working hours the family-work conflict is reducing. Which may means that reducing the participation of family activities gives the employees less attention and care about the family members, so the family issues impact little on their work.
When analyzing the gender groups, we found that male and female employees are mainly affected by organizational factors and family factors, and there is a deeper influence on male only-child generation employees. The phenomenon of family affect work first by the influence of work time, another factor is whether the husband and wife both have jobs. Also the influence coefficient of dual earner families impact on male' family-work conflict is 0.477, while on female -0.256. The result totally fits the Chinese traditional view and previous study. So only-child generation employees' family-work conflict and spouse whether work has a great relevance.
Conclusions
This paper roughly evaluated the current work-family conflict and family-work conflict situation of only-child generation employees. And provide a deep analysis on the influencing factors. By the comparison of influencing factors to male and female, we draw the following conclusions:
According to the general situation of the sample, work-family conflict and family-work conflict both exist in the only-child group. And the main influence factor of both two conflicts is organizational factor.
In the organizational factors, career prospects have the greatest impact on the work-family conflict of the only-child employees, and they are positively related. Secondly, job satisfaction and working pressure these two factors influence the work-family conflict on the outcome variables, which consistent with previous studies.
In the organizational factors, working time has the greatest impact on the only-child group employees' family-work conflict, and the two are negatively correlated. The longer you work, fulfill the responsibility of the family roles cause less negative effects on the job. The next factors are job stress manager support and career development. Different from the work-family conflict, career development factors have the least influence on family-work conflict, the better the career development prospects, the less the negative impact on the work.
From the view of gender, male employees most influenced by family factors that marital status and whether husband and wife both have jobs on work-family conflict, followed by organizational factors managers support. Also married men will assume more responsibility and feel more work-family conflict. For female only-child generation employees, career prospects is the most significantly influencing factor. Good career prospects will promote female employees to devote more energy at work, which leads to work-family conflict.
Suggestions
From the point of questionnaire scores, the work-family conflict (3.36) is higher than the family-work conflict (3.07) to only-child generation employees. Which indicates that the enterprise and the leader should pay more attention to the work-family conflict. From the view of the study on the influencing factors, organizational factors and family factors should be the first concern, secondly is the personal factors. According to the research on the influencing factors of the work-family conflict of only-child group employees and the conclusions above, we have three suggestions to the enterprises:
The only-child generation employees, especially the male employees, are under big burden and pressure after getting married. So enterprises should pay more attention to married employees and try to know their job satisfaction. In addition, enterprises can implement the welfare family policy, provide married employees family benefits, such as child care, family business, health insurance and other family welfare, in order to reduce the degree of conflict between employees.
As for female only-child generation employees, enterprises could provide them a clear career prospects planning and relax the age factor. At the same time, corporate and government shall encourage married women to get their job, in order to release the heavy burden on the men.
In term of policy, government should provide financial support for companies to make family benefits to employees. Also government should establish guarantee policy for children and elders at the same time. Public support and welfare policy can help reduce the work-family conflict of only-child generation employees.
